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established will rectify underutilization of minorities, and women 
and will be subject to periodic evaluation. (Author/DW) 
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NE\N HAVEN PUBLIC SCHOOLS 



AOMtNISTRATIVe OFPICCe 
HAUL. OP RECORDS • 200 ORANGE STREET • NEW HAVEN. CONN. 



Superintendent George A. Barbarito and Menibers of the Board of Education: 



The committee hereby transmits a revised Affirmative Action Plan for 
the New Haven Board of Education's approval, \^.le it is similar in 
many ways to the previous draft, certain siqnificant changes have been 
incorporated. The guidebook for oiployers, Affirmative Action and 
Equal anplovTflent, volumes I and II, frcm the United States Equal Hnploy- 
ment Opporturity Conaission was used as a guide by the caitnittee in its 
revision. 

The statistical data on labor market areas are the most current figures 
available from the Connecticut State Labor Department. The parity percent- 
ages call for an overall minority v.ork force of 22% of which blacks will 
represent 18.8%, Spanish-Sumamed Americans 2.7% and other minority .5% 
(csop. fV)ai<5 and Timnt-ahle*? for a dfai-allpd brpakdrR^n hy sex and race) . 

The ccmtdttee feels that the Affirmative Action Plan attached and its 
design for implerr.sntation is in corpliance. with, and goes beyond the 
letter of equal arplo^/ment opportunity laws to develop programs to end 
discrimination and" to increase job opportunities for minorities and wcmen. 



Affirmative Action Plan Conralttee 
Kenneth R. Re-dnvond, Chairman 
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NEW HAVEN PUBLIC SCHOOLS 
NEW HAVEN, CONNECTiaiT 

25 November 1974 



1\d: George A. Barbarit-o, Superintendent 

Maiibera of the Bocird of Education 

Fran: Affirmative Action Plan Canmittee 

Subject: Affirroative Action Plan Report 



TNTRODUCTION 

The Board of Education, at its ineeting on 24 Septanber 1973, authorized the 
^pointment of a nine-member affinnative action oonnittes. Kenneth R. Redmond, 
Chairman, Ralph M. Goglia, Secretary, Dr. Jessie Bradley, Carol Berries, Frank 
Carrano, Ernest J. Cassella, Dr. Barry Herman (replaced by Yale Chussil) , Theodore F. 
Hogan, Jr., and Peter A. Persano. The charge given to the conmittee was as follows: 

The Coimittee's first task will be that of developing an Affirmative 
. Action Plan to insure that all applicants receive fair consideration 
for Qiployment, and that employees are treated fairly during emplov- 
msnt without regard to their race, color, religion, sex or national 
origin. Such affirmative action will apply, but not be limited to 
erployment, upgrading, transfer, recruitment, layoff, termination, . 
rates cf pay and colection for traiiung. It shall be the polic^/ of 
the Board and the role of the Connmittee to spell out and implement 
a process of recruitment for and appointment to the work force so 
that assignments made will include qualified minority group candi- 
dates who have been identified, sought out and encouraged to apply. 

The Ctonmittee will study onployment data and will develop iimiediate 
and long-range goals for tiie employment of personnel. Specific goals 
for each area of employment will be established. These goals should 
be accepted by the Superintendent and the Board of Education. 



AFFIRMATIVE ACTION PROGRAM 
PREFACE 

While the primary charge of the Affirmative Action Ccnmittee of the Tioard of 
Education is to establish guidelines and goals for hiring personnel f ran under- ^ 
utili.zed groups, obvisously of oveiridjjig concern is the education of children in 
tlie Neu' Haven Public Schools. In the hiring of ne\^/ staff, therefore, the canmittee 
feels strongly that the highest qiaalif ications should be maintained. Affirmative 
action should never be interi^reted as requiring tlic hiring of underquald.f ied per- 
sonnel, or as denying the opportunity for onployment to any applicant, regardless 
of race or sex. What it does require is priority anphasis on the hiring of quali- 
fied persons fran undGrutili^.ei groups. As long as we folia-/ these principles, 
affTrmativG action will not be a threat to the quality of the pul-)lic schools, but 
a positive boon. 
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POLICY 

It is the enployment policy of the New Haven Board of Education that no dis- 
crimation on the grounds of race, color, religion, sex, age or national origin will 
exist in any area of the H&^-j Haven Public Schools. The Board policy includes (but 
is not limited to) the raquirements of all Federal and State Laws and Executive 
Orders thereto, including the Civil Rights Act of 19G4, the Presidential Executive 
Order 11246 (1965) , the Equal QTiployr.\ent Act of 1972 and the Connecticut FAir Employ- 
nmt Practices Act. The Boarc 's Affinietive Action Plan takes into coa«5ideration 
the nondiscriminatori' aspect of the Laws and Executive Orders. It also recognizes 
the iirportance of tcJdng affirmative action to seek out qualified applicants for 
enoployment from underrepresented groups. Tliis policy \idll be implemented throughout 
the system and is the responsibility of all organizational units and personnel. 

The New Haven Public Schools shall establish' priorities , goals and objectives to 
increase the use of minorities and vmen in all levels and all segments of the work 
force. These priorities, goals and objectives will be coordinated with the af finnative 
action efforts of the City, especially where applicants and ertployees are certified 
for appointment or promotion by the City's civil service procedure. 

EQ UAL mPLOYMENT PPOGRESS 

The New. Haven Publi.c School System has been active in the area of affirmative 
action for many years. As early as 1964, the New Haven Board of Education stated that 
there was racial inibalance in the assignment of teachers and listed tsf;enty-f our schools 
where seventy-three minority teachers were assigned. Thirteen schools had no minority 
teachers on their staffs. 

Through the use of recruiting techniques, trai).iing programs, cannunity relations 
efforts, advertising and visitations, the number of minority teachers has risen. 

Due to established civil rights practices, statistics regarding the racial and 
sex canposition of all personnel emploved by the Board of Education were not maintained 
regularly. A report submitted to the Superintendent in September 1971 listed the 
follw7ing esnployee statistics: ' - " ' . 

Total Brployees Black Spanish Sumamed 

. City Budget and 2,265 457 38 

Special Funds 

Of the 457 Black enployees, 291 were in the professional category aiid 166 were 
non-professional eriployees. Of tlie 38 Spanish sumamed employees, 15 were professional 
and 23 were non-professional. 

Statistics regarding the racial and sex canposition of all personnel employed by 
the Board of Education are na/7 available, especially in view of the fact that such 
statistics ore regularly kept and are periodically reported to the federal government 
on EEX-5 fonns, 

RFAsroNf:mLm for ir^iiiMfrATio N of an affir wive AcrioN policy 

The Board of Education has the overall responsibility for the New Haven Public 
Schools' equal eiployri'ent opportunity policy. Tlie Superintendent is specif j.cally_ 
delegabod responsilility for administration of the polio/ and the Affi.nnatlve Action 
Program. The Executivo Assistant to tl-ie Superintendent has the responsibility for 
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€5nsuring that necessary action is taken by all departments to achieve equal employment 
opporttjnity objectives for the school system. 'These responsibilities include, but are 
not limited to: 

1. Developing the Affirmative Action Program and policy. 

2. Ensuring that policies regarding equal employment opportunities 
are caiTOunicated to all departments within the school system, 

3. Monitoring performance through audits and reporting systons to. 
assure effectiveness. 

4. Ensuring that hiring, pranotion, and salary arininistration 
practices are fair and fully consistent with the school system's 
policy. 

5. Identifying problem areas and establishing programs to aid in 
problem solving. 

The Assistant Superintendent-Business, Assistant Superintendent-Admimstration , 
Assistant Superintendent-Instruction and the Staff 'Engineer are responsible for assuring 
that ccinpliance is met v\7ithin their respective areas. 

It shall be the responsibility, of the Assistant Superintendent-Business to encourage 
business firms amed and controlled by persons fran underutilized groups to suhmit bids 
for various contracts. The Staff Engineer is the Contract Conpliance Officer for the 
Boar-d of Education for all construction wrk. The- Assistant Superintendent-Business _ 
and the Staff Engineer are responsible for making certain that all individuals and firms 
holding contracts with the Board of Education have developed affirmative action programs 
and have ocmplied with all equal employment regulations. 

The Director of Personnel shall be responsible for writing, amending and updating 
tne Aftirmative Action document, together witri supporting data. He/she siiall Iwve 
sufficient staff to support all assigned affirmative action duties. Thie Director of 
Personnel sl-iall advise the Executive Assistant to the Supeilntendent and Administrative 
staff about local problems and propose corrective action. 

The Director of Personnel is personally responsible for conducting quarterly can- 
liance reviews. These corpliance reviews will identify local problems, describe in _ 
detail the nature of the problem, and make recormiendations to solve problans and aclueve 
compliance. Reconmen'iations concerning training programs to upgrade members of under- 
utilized to be eligible for promotions are to be made to the Director of Personnel and 
Coordinator of Staff Develocment. The compliance review report- is sukmitted directly to 
thie Executive Assistant to the Superintendent who will take corrective -action where 
necessary . 

A record of the quarterly review of the affinuafeive action efforts and progress pre- 
pared by tlie Director of Personnel will be available for inspection bv governmental com- 
liance agency representatives. 

The Executive Assistant to the Superintendent is to receive any ccmplaints frcm 
Federal or St^te agencies regarding equal eiiployment opportuntites. He/she will con- 
duct necessai?/ investigations and make reccr.Tmendations v;hich are to bo forvrarded to 
the Superintendent for action. 

HJ<^ O F ACn CN 

The N'-'.<; Haven Public School SystOT views the Affirmative Action Program as a result- 
oriented program designed to enliance tVie opportunitJ.es of mi.nority and ^^WlT,en employees. 
Th'=' ultimate success of tl-iis underliakinq depends on the policy discussions which are Board 
of FduoaUon responsibilities and the efforts of staff who are in key roles to enlist ad- 
.herence bo the Doard conmitment. _ j[Q 
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TJie following stops are to be taken: 

— A pennanent Affirmative Action Policy Ccmnittee shall be appointed 
hf the Board of Education and the Superintendent. 

— Tlie Ccnruttee shall meet bi-monthly. Minutes of the meetings are 
to be maintained. 

— The Ccnmttee shall revietA' and recoitnend corrective action regarding 
Affirmative Action guidelines of the following personnel procedtires— 
job descriptions, application forms, intervia*/ procedures, tests, test 
administration, referral procedure and final selection process, 

— The Coimittee will tvork and cooperate v;ith governmental agencies and 
private and canmnnity groups which have equal onployment opportunity 
objectives in fostering our mutual oomnitment. 

— For the purpose of maintaining records and establishing goals, job 
classifications will be established. I^ch classification should have 
sufficient positions in order to provide equal employmen-c opportunities 
relating to vacancies and prornotions. For each of these classifications, 
a realistic goal— the percntage which \NOuld approximate the proper util- 
ization of women and minorities in that classification— will be established. 
In establishing goals , the Ccnndttee wi.ll review various labor market area 
data to include statj.stics frcm the Connecticut Labor Department and other 
lalx)r market statistics v;hich realisti9ally reflect the labor area frcm 
which the New Haveji Board of Education secures its employees. 

lABOR FORCE 

The following is an analysis of the New Haven Board of Education's personnel 
utilization (job classifications- of the labor force'. Eight personnel utilization group- 
ings (job classifications) have been established as the first step in the Affirmative 
Action Program. 

l^ggON^M. OTITJ2ATCT - AFFJH'IATI VE ACTION PPOGRAM 

1. ADMINISTR ATOKS (Offi cers) - Superintendent, Assistant Superintendents, 

Ececutive Assistant to the Suj^eriritendent, and Directors. 

2. ADMINISTRATORS (12 Months) - Supervisors, Coordinators, Principals, and 

Assistant PrincTpals. 

3. ADMIN ISTI^AT'OPS (10 MonthsJ - Pri.ncipals, Assistant Principals, Supervisors, 

AssisVcrnt Supeivlcors and Coordj.nators , Head Counselors, House Masters, 
and Dcpar-cment Heads. 

4» I'FAaiTiT ^S _ Teachers and Specialists. 

5. PARA-PROI-l'lSSION/aS - Family Advocates, Parent Advisors, Outreach Workers, 

Ccnrouiuty' Relations Workers, and Aides. 

6. CUp^KS - C].erk-StGnographer 2, Clork-Stenog rapher 1, Clerk-^Vpist: 2, 

cTcrk-Typist 1, and Account Clerk 1. 

7. CUSTODY - MaintcnajiCG 

CnsiX)m<L - District Forenien, Chief l^iginoors, A-jsistant Kngineers, 
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Crew Leaders, Head Custodj.aiis , Assistant Custodians, Matrons, Utility 
Men, and Drivers. 

MAINT I-yiANCE - ^Supervisors , Forenien, Carpenters, Painters, Plumbers, 
Stearafitter-:, and Electricians. 

^' CRt'E TEIOA - Managers, Cooks, and General Workers. 

GOALS Pm TIME?rABLES 

The Nev7 Haven Board of Education's Affirrative Action Camiittee will establish 
goals and timetables to rectify underutilization of minorities arid \\rcii-nen. Clesrly, 
ttiis i.s the heart of tJie Affirmative Action ProcjrcTn. Goals which are established 
should be significant, meas\irable and attainable gJ.ven the camdtment of each depart- 
ment and its good faith efforts. The interna], workforce utilization analysis and 
the ana].ysis of the rel .vant external labor area provide the basic data on wliich 
golas and timetables are f emulated. The follwing are the parameters for goal and 
timetable deteniiination: 

1. Goals and timetables vdll be determined for i^ranen and minorities 
separately. 

2. In establishing timetables to meet goals, each job classification 
vail consider the anticipated e2<pansion, contraction and turnover 
of its workforce. 

3. Specific goals and timetables for wmen and minorities will bj 
establish^ for each category of employment (e.g. administrators, 
teachers, poraprcf cssionalcs , clerics, etc.) 

4. The nature of the goals and timetables established are a function of: 

a. The degree of underutilization within the specified 
job classification. 

b. The scope of the relevant \\rork area recruited from. 

c. The availability of qualifi.ed or qiulifiable minorities 
and v/on\en in the relevant ^-/ork curea. 

d. The nunber of job openings available, which is determined 
by turnover, expansion, etc. 

e. The caimitinent of the various dGpartments to correct 
underutilization of iidnorities and \>KxcBn, 

5. The goals for i±e N»7 Haven Public Schools wj.ll be to peri.odically re- 
evaluate its utilization of groups in their relationships to the pool 
of qualified i.unority pejrsons in tlie Icibor market to insure t.hat under- 
utilization will not occur. This will invol.ve upgrading goa].s to meet 
the needs of U\e labor marlcet as it changes. ' 

T'i:.e Connecticut State 1^3bo>.- l>:;partinant was contacted by tlie AffimiatJve Action 
cortiimttee to dotei'iidne the Kcm Haven lalx^r Market Area. The fol].CT/n.ng is a quote fron 
^lcul^)a^\3r 'infojrm:^tion_fo]^ the Connecticut State 

lJiIxoin>'4m%Ti^^^^^^^ the ISjlv; Hiiven UilDor Market /^rea: 
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"llie Now Haven labor markot area includes the city of New Haven, and the surrounding 
towns of }3ethany, IJranford, East Haven, Guilford, Hcunden, Madison, North Rranford, NortPi 
Haven, Orange, West Haven and V^'ocdbridge. The population of this 293 s^^aare mile area was 
estin'ated at 368,300 in n\i.d-1973 compared vlth 365,306 during the 1970 cen^,us. Nearly 
14 per a;nt of the ciroa's residents are minority group members. 

Most local OTployers usually recruit ti\eir wrkers , and most New Haven workers or 
jobseeJ-'vOrs are usually ei\.plovr:)d , v;itiiin tlio labor majiket area. Havever, the labor marked 
for professional and marjcigerial positions aiid for sar..? blue collar shortage fjccupations 
is much broader geographically, wi.th recruiti-noiit often conducted on a Statewide, region- 
wide, or nationwide basis. For such positions, manpa.>:er resources in nearby areas should 
also be considered in setting Affirmative Action Proc^ram goals." 

The statistical data from the Labor Department on the Nav Haven area labor market 
was applied to the fonipjla taken from the Da^lfort Manual on EEO. 

Minority Po pulation X Male or Fanale Labor Force 

Ttotal Population Total Mi.nority Labor Force 

The fol3,aNdng are the parity percentages of the New Havc^n Labor Market Area Civili.an 
I,abor Force: 



Table 1 

Blacks Labor Market Area Totals 

Males 6% • 

Fanales 5.3% ' 11.3% 



Spanish Lanuga ge 



Males 
Females 



1.2% 
.6% 



Total 



1.8% 
13.1% 



'xhe caimittee, after analyzing the parity percejitages of the New Haven Ifabor market 
ai'ea, decided to look at the labor force of tlie City of Ne^v Haven using tlie formula from 
the Danfort Manual. 

The follwing are the parity percentages of the City of New Haven civilian labor 
force: 

Table 2 

Blacks 



Mriles 
Ferales 

Spanish language 

Malos 
Favales 

Otlier Mino rity 
Total 



City Ialx)r Force 

13.9% 
12.4% 



Totals 



26.3% 



2.5% 
1.1% 



3.6% 
.5% 
30.4% 
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The cxamiittcQ, after analyzing the Nav Haven City pcirity percentages, realisjed 
that neither the New l*aven labor Market Area Civili.an Labor Force or City of New 
Haven Labor Force was reflective of the labor force of the New Haven Board of 
Bduccition. An alternate p]an was devised by the committee whereby the average of 
thie New Havean Labor Are<?. Civilian Lator Force cind City of New Haven Labor Force 
would be used to determine the parity percentages. 

The follov/ing are the pKailty percentages of the averages of tlie 3.abor 
markets, New Haven Labor Area and City of New Haven Labor Force; 

Table 3 

Blacks 

Males 9.95% 

Pcanales 8.85% 18.8% 

Spanish 

Males 1.85% 

Females .85% 2.7% 

Other Minority .5% 
. ^. . 

. Itotal 22% 

Ihe camdttee analyzed the three tables, took into consideration the Connecticut 
State Labor Depcurtment Manpower Infontation for Affirmative Action Programs and applied 
Uie jjciElLy ptJKJwiiLages ajD fullowa: 

The average of the tvro Civilian Labor Forces, New Haven Labor Market Area and City 
of New Haven Lahor Force, Table 3, to the following Personnel Utili.zation Groups; 

GROUP 1 Administrators (Officers) * , 

GROUP 2 Administrators (12 months) ' . 

GROUP 3 Administrators (10 months) 

GROUP 4 Teachers 

GROUP 6 Clerks 

GROUI'' 7 Custodial-Maintenance 

GI^OUT' 8 Cafeteiria 

Table 2 - The parity percentages for the New Haven City Labor Force was applied 
to Group 5 Para-Professionals to preserve ccwnmity rcpresciitatj.on in tliis group. 

A. GRO UP 1 - AimN I S^J^TORS (O FF' iq^RS) 

G'uidelines 

First priority ehould be placed on hiring a w/iite feriale, since there is an uiidc^r- 
utilization by four (4) of wliite females in tliis group. 

^ See Apipcndix A - Job Classifi.cation Adm.i.nJ.strators (Officeirs) Group 3. for on-s?- 
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yeeu: goal, five-year goal and projected openings. 

B. GROUP 2 - ATJM3:NISTRAT0RS 0.2 ^OOTIS) 

■ III ll" - -- - I I I I ■ ~~ ' •* 

Guidelines 

First priority should be placed on hiring a black female since there is an 
underutiliiiation by three (3) of black females in this group. Second priority 
should te on hiring a white f en'ale or a Spanish-Sumaraed male , since white f aiiales 
are underutilized by thirteen (13) and Spanish-Surnamed persons by one (1) . 

The comndttee has balanced the underud.lization of white females as a group 
against the overutilization of whites in general to give priority to the black feinale. 

See Apixpjidix A - Job Classification - Administrators (12 Months) Group 2 for 
one-year goal, five-year goal and projected openings. 

C. GROUP 3 -• ADiyiINISTR?\TORS (10 M o nths) 

.Guidelines 

First priority should bo placed on. hiring black and Spanish-Surnamed fer.ales, 
since thiese groups are underutilized by three (3) and one (1) , respectively, decond 
priority should be on hiring a \^;hite female for this group is underutilized by five (5). 
Third priority should be placed on hiring a Spanish-Surnamed male, since this group is 
underutilized by one (1) . 

See Appendix A - Job Classification ~ AdmiLnistrators (10 Months) Group 3 for one- 
year goal, five-year goal and projected openings. 

D. GROUP 4 - TEACHER S 

Guidelines 

First priority should be placed on hiring a black male, since this group is vmder- 
utilized by seventy-six (76) . Priority should then be on hiring males in this designated 
order: v;^ite and Spanish-Surnamed; these groups are underutilized by 238 and eighteen 
(18) , respectively. 

If qualified males are not available, priority should then be placed on hiring Spanish- 
Sumamod females or black fanales, since tJiese groups are not as ovorutilized as wliite 
feiifiles. 

See Appendix A - Joh) Classifi.cation - Teachers Group 4 for one-year goal, five-year 
goal cind projected openings. 

E. GROUP 5 - PARA-PROraSSIONAI^S 



Guidelinas 

First priority should be placed on hiring males who are greatly underiitili-zed as 
a group, priority should be on hiring males in this designated order: white, black, 
Spanish-Simiaraed. Priority h'-s been given to the City laVjor Force in determining 
undexiAtiliaation to preserve cactuunity reprGscntation in tlie para-professional group. 

See Appendix A - Job Classifi.cabion - Para-Prof cssionals Group 5 for one-year 
goal, five-year goa!! and projeoteca openings. 
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F. GmJV 6 - CU'^RKS 
Guidelines 

First priority should be placed on hiring a black male, since this group is under- 
utilized by thirtefin (13) . Priority should ti\en be placed on hiring Spanish-Sumamad 
males and whito males; these groups are underutilized by tiiree (3) and sixtv-five (65), 
respectivelv. The commit tiee reccmnends hiring males over fanales because raales, in 
general, are underutilized in this personnel grouping. 

See Appendix A - Job Classification - Clerks Group 6 for one-year goal, five-year 
goal and projected openings. 

G. GROUP 7 - CUST0DIAL-^1AINTE MANCE 
Guidelines 

First pri.ority should be placed on hiring black and Spanj.sh-SumajTied females, 
since these groups are uiiderutilized by bventy-one (21) and two (2) , respectively. 
Priority should then be placed on hiring black and Spanish-Surnamed males and v/hile 
faaales who are underutilized by sixteen (16) , four (4) and fifty-five (55) , respect- 
ively. 

The comiittee reccntnends hiring females over males because the former are seriously 
underutilized and the latter are not. \'Jhite females are gi\ren lower priority than other 
groups because vMtes, as a whole, are overutilized in this personnel group] Jig. 

See Appendix A - Job Classification - Custodial-Maintenance Group 7 for oner-year 
goal, five-year goal and projected openings. 

H. GROUP 8 - CAFIim:PJ.A V?DRKE.RS 
Guidelines 

First priority should bo placed on hirj.ng black or Spanish-Sumamed males, since 
these groups are underuti].ized by' ten (10) and t^ra (2) , respectively. Priority should 
ti^en be placed on \'A-\ite males and Spaiiish-Sumamed fema3.es for tliese groups are vuiJerutil- 
ized by forty-five (45) and one (1) , respectively. \<!iu.te males are given a lower priority 
thai-, groups witli similar numerical undemtilization because whites, as a whole, are over- 
utilized in this personnel utilization grouping. 

See Appeiidilx A - Job Classification - Cafetcjria Group 8 for one-year goal, five-year 
goal, and projected opcinings.. 

■ 

PROGm^K TO ATf/Vl M GOALS 

The N-DW Haven Public School SystcTii needs good, qualified minority representation 
on its staff. O?herefore; acl-Li.eveT.ent of a labor market precentage (goal) will not be an 
end in itr-elf . Vfe v;j.ll still actively recruit, hire and praiiote personnel fran minority 
groups. It is reca;TO-:nded tliat recruiting, hiring and protr^tion reflect grwth in the 
percenccige rate. This ^vould insure that the rate would not. decline due to retd.rements 
or resj.gnations witliin a parti.cular personnel utilization grouping. In areas of personnel 
utilJ.zation which show deficir-'nc.ies (p9r;:;onnel utilization poircentage for the New Haven 
Px^ajxl of aiuccition is less than later market percentage) , remedial action will be taken 
in recruiting, hiring, coun';eling and praiotion to insure acliievcment of the sihort- tern 
goal. 



ERIC 



-10- 



RESPONSIBTLITVr 



1. Recruitment aiid Placeiucnt— In order for Personnel Director 

ttie Neiv Hav'en Public Schools to achieve 
total Af f imiative Action in Equal Enploy- 
rnent Opportunity, special effort will be 
made to structure and imi^lenient on a con- 
tinuous banis — programs designed to 
recruit, select, place and train, if 
necessaiy, qualified and qualifiablo 
minority and women (men) admi.nistrators , 
teachers and otlier staff. These will 
include: 

a. A statement of recruitment proced- " " 
ures used — available to staff and 

others . 

b. College interviewing. (Jan. -May) " " 

c. Advertising in newspapers and " " 
Education Journals. (Jan. - June) 

d. Addressing civic groups. (Sept . -June) ' m « 

e. Soliciting assistance from inter- " " 
ested citizen groups. (Sept. -June) 

f . Participation in Operation Native " " 
Son and Daughter. (Dec.) 

g. Encouraging high school seniors to " " 
prepare for teaching as a career. 

(Career Days On Going) 

h. Encouraging staff members to assist 
in recraitment- -orient and train each 
recruiter. (On Going) 

i. Mailing of recruitment literature " " 
to college placement offices, fra- 
ternities, and sororities. (Jan.nJune) 

j. Include minority group and female _ ^ _ mm 
representation in recruitment activities. 
(Jan. -June) 

k. Mfiilijig recruitment literature to " " 

eiployraent agencies. (Jan. -June) 

1. Worki.ng cooperatively with local " " 

teacher organizations. (On Going) 

m. Speaking to junior and senior college " " 

student groups, mjoring in education 
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PRfXiimS TO A'i'irATN GOALS (ContiTiUed) 
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2. 
3. 
4. 
5. 



6. 



7. 



8. 



9. 



. n. In-service progran\s for ne\-; teacheirs 
to assist tliein j.n developing tech- 
niques for teaching in an lutrban 
sch'Dol setting. (Augufst) 

o. Securing anartoients for new 
teachers. 

p. Pi"oviding financial assistance to 
new teachers. 

q. Encouraging local newspapers to run 
feature stories on various aspects 
of tlie recruitment program. 

r. Visitors day for potential 'teachers. 

s. Bri.ef new enployees on Aff j.nnative 
Action Plan. (VvTien Hired) 

t. Determine needs of applicants and 
employees for job security and so 
advise. 

u. Commmicate promotional opportunities 
and qualifications to enployees. 

V. Assure Uiat all plactaierit actions are 
made in accordance \7ith Affirmative 
Action Plan. 

Applicant fla<; data 
Prcynotion and traiisfer data 
Tern\ination data 
Training Activity 



The Equal Opjxjrtunity Clause 
included in all purchases, orders, 
leases and contracts. 
• Written notification of the Equal 
Ojoportunity Policy sent to all^ 
contractors, vc-ndors and supplJ.ers. 
A- nondiscriiiunation clause included 
in all union agreements taid a review 
of alJ. contractual provi.sions to ensure 
that tliey are nondiscrjitiinatory. 
Representatives for. tlie Board meet wi.th 
union officials to inform thetn of 
policy and request tl-ieir cooperation. 
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10. No co)itract issued in any contractor 

whose affirnetive action plan, including 
its goals and tiirt^t^ables, is not accept- 
able to the lioird and in o^mplicince with 
tJie Nev; Haven Plan, or in coipliance with 
tiie Bid Conditions of the U.i5. La}x)j' 
Deixirbneixt. 



RESPONSIBIL I'lY 

Personnel Director 
and Coordn.nator of 
Staff Developnfient 



Personnel Director 



Personnel Director 
Personnel Director 
Personnel Director 
Personnel Director 
and Coordinator of 
Staff Development 
Assistant Superintendent- 
Business and Staff Engineer 



Assi.stant Superintendent- 
Business and Staff Engineer 
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PROGPAHS TO A1TAXN GOAT.^ (Continued) 

11. Minority businesses tliat can provide 
goods and services to the Nov; Haven 
iniblic School vSyston be sought out in 
the contracting for such goods and 
services. 

12. Develop and provide for saninars and 
meetings to inforra staff and conmuni ty- 
re Affirmative Action Plan. 

13. Maintain carman icat ions mth the Cit^,' 
Civi] Service Departrrient regarding 
modification of craalifications and 
exainination piroced'Jires v'henever they 
inhi.bit Affinaative Action objectives 
unnecessarily. 

14. Establish and maintain a system for 
program evaluation and reports — quarter- 
ly narrative and statistical progress 
reports subnil.tted. to Executive Assist- 
ant to the Superintendent. 

15. Revj.e^v and evaluate progress of depart- 
mental action plans with department 
heads periodically. 



RESPONSIBILITY 

Assistant Superintendcint- 
Business and Staff Engineer 



Personnel Dii-ector 



Affirmative Action Plan 
Ccsnraittee 



Assistant Superintendents 
and Staff Engineer 



Executive Assistant to the 
Superintendent and Personnel 
Director 
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VII. APPENDIX A 
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APPENDIX A 



Attached as pages one (1) through eight (8) are worksheets for 
estajyi Ij-'hing goals for each job classification. A brief explanation 
of ti^e <1a!-a on those sheets fo3.lcf.vs. 

I 

"Parity fig^T-t.-^" are the numbers v;hich would be reconmended to be 
emploved in each ^-ace/sex category by applying the "peirity percent- 
ages" of line foii!. ; to the toal nurnber enpioyed in tl-ie job clar-js- 
ification. 



VIII. EXHIBITS (Intermediate Goals and Timetables) 
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